This chapter explores expectations, manifestations and constraints of employee-driven innovation (EDI) in communities that focus on technology development. Empirically, the study is based on an analysis of case studies on three different types of work communities in the domains of chemical technology, process technology and measurement technology. These kinds of communities can often be regarded as privileged regarding innovating because their members are expected to innovate as part of their daily work.
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Currently, there is an ongoing demand for employees to be more innovative (Jamrog et al ., 2006) and organizations are required to bring inventions to the market at an ever-increasing pace (Miller et al ., 2005 (Miller et al ., -2006 . In this respect, R&D departments of established organizations as well as new hightech ventures face particular pressures. Mostly, however, these pressures on employees and organizations seem to concentrate just on technological domains (Kessler and Chakrabarti, 1996; Markman et al ., 2005) , which means that the R&D experts and firms are required to produce improvements or novelties as a result of technological innovation processes. This leads to the question of whether employee initiatives or workplace learning efforts outside technological development issues gain sufficient attention when activities are examined in the sphere of R&D in organizations. This question is highly relevant, since the extension of innovation initiatives and learning endeavours from technological domains into organizational development projects might have positive consequences not only regarding R&D outputs (Rousseau, 2011: 433) but also in aspects of employee motivation, engagement and even well-being (Garcia-Goñi et al ., 2007) .
The purpose of this study is to explore innovating and workplace learning taking place in R&D contexts outside pure technological development work. We call this type of innovation and learning activities employeedriven innovation (EDI) (Høyrup, 2010 ). An important perspective in our study is that we regard R&D personnel not only as experts in technological domains but also as employees in their organizations who may have valuable insights and knowledge to develop and make innovations outside technological areas as well. To explore this suggestion, we conducted an empirical study in three different R&D communities in the areas of chemical technology, process technology and measurement technology. Our aim was threefold, in that we first tried to gain more understanding of whether R&D professionals in the communities that we studied face expectations to innovate outside technological domains. Second, we explored possible manifestations and the diversity of employee-driven innovation in R&D work communities. Finally, we analysed possible constraints of workplace learning and innovation initiatives in R&D communities. The results of our study suggest that R&D communities possess a lot of potential to innovate beyond technological domains as well, and organizations ought to pay more attention to the challenge of unleashing the full innovation potential of all their employees, including R&D personnel.
Employee-driven innovation in R&D contexts
While the concept of employee-driven innovation is still novel (Høyrup, 2010) , the idea of including different professional groups or communities in the development of innovations in organizations has received a fair amount of attention. For example, Sundbo (1996) has indicated two systems of managing innovations in organizations: the expert system and the empowerment system. The former is often used in high-technology firms, whereas the latter is more typically in use in either service or low-tech firms. In the expert system organizations have a specific R&D department, whereas in the empowerment system the whole organization is encouraged to innovate. Sundbo (1996) argues for finding a balance between these systems, and states that much innovation potential is lost if the innovation capability and capacity of different communities within organizations are not mobilized in action. The inherent assumption here is that individuals and communities across organizations have valuable ideas and knowledge on how to develop their ways of working and in that way also produce innovations (Dougherty, 2004) . Also, innovation capabilities in relation to the offering of the organization are believed to exist even outside R&D departments (e.g. du Chatenier et al ., 2009) and the utilization of these capabilities is generally encouraged. Interestingly, although this line of reasoning is fairly common (Atuahene-Gima, 1995; Sundbo, 1996) , concerns over the utilization of the innovation capabilities of R&D professionals in domains other than technology are rare (Dougherty, 2004) .
In this study we analyse innovation taking place within R&D communities. We use here the definition of work communities as spaces and places where people 'consider themselves to be engaged in the same sort of work'
